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HOW  TO  U^E  THIS  REPORT 


This  report  is  not  an  atteropt  to  lay  down  any  set  rules  or 
policies  which  will  solve  -the  many  perplexing  problems  con- 
nected with  building  up  a  ijales  organization.   Like  all 
problems  which  pivot  around  the  human  element  they  do  not 
stay  put  long  enough  to  lay  down  principles.  Ihp^y  change 
from  day  to  day.  Just  as  the  mental  attitude? of  salesmen 
change  from  day  to  day. 

It  is  possible,  however,  through  studying  the  methods  in 
use  by  representative  concerns  to  avoid  ranking  costly  mis- 
takes, and  to  profit  by  their  experience.   You  will  find 
that  with  a  little  reshaping  many  of  these  methods  can  be 
easily  applied  to  your  work,  and  in  some  cnses  they  will 
enable  you  to  materially  strengthen  your  sales  organisation 
by  reducing  the  percentage  of  failures  and  increase  the 
general  productivity  of  your  staff. 

This  report  does  not  cover  the  subject  of  •^Teats  for 
Selecting  Salesmen"  which  has  been  fully  treated  in  another 
report  issued  two  years  back.   Neither  does  it  concern 
itself  with  methods  of  developing  the  near-failures  among 
salesmen  which  is  covered  by  R*»port  No.  35.  This  Is  a  sub- 
ject sufficient  unto  itself.  Both  of  theee  reports  should 
be  in  your  files  of  b^ck  service,  and  should  be  used  in 
oonnection  with  this  report. 

On   behalf  of  the  subscribers  to  The  Dartnell  Uonthly  Sales  , 
Service,  in  whose  interests  this  report  is  issued,  we  wish 
to  thank  the  following  sales  executives  for  valued  co-oper- 
ation in  compiling  this  data: 

B.  Q.  McDougall,  Sales  Uanager,  Libby  M  Nelll  &   Libby 

D.  Gordon  Hunter,  Sales  Training  Mgr.,  Phoenix  Life  Ins.  Co* 
Irving  S.  Kemr,  Sales  Uanager,  Vaughan  &  Bushneil  Mfg.  Co. 
J.  G.  Jones,  Vice-President,  Alexander  Hamilton  Institute 

L.  F.  Hamilton,  Sales  Promotion  Manager,  Walworth  Mfg.  Cd, 
Douglas  M.  Johnson,  Technical  Bureau,  DuPont  de  Nemours  Co. 

E.  M.  Skinner,  General  Uanager,  Wilson  Brothers 

R.  L.  Wood,  Mgr.  Trade  Sales  Dept.,  John  Lucas  &   Co. 

U.  M.  Morris,  former  Sales  Mgr.,  Goodyear  Tire  &   Rubber  Co. 


/. 


i  ^"^P^gJAL  REPORT  DESCRIEIKG  M1ITH0D5  m%d   BY  CONCERNS 

IN  VARIID  LINES  0?   BUSINESS  TO  RSDUC^  THE  TURN-OVRR 

OP  SALISStaiN  AND  TO  I>rgRTi^ASF.  Tim,   PRODUCING  CAPACITY 


The  material  embodied  in  this  report 
is  of  a  confidential  character.  For 
that  reason  republication  of  any  of 
the  material  is  forbidden  under  penalty 
without  first  securing  permission. 


EFFECT  OF  SYSTEMATIC  SELECTION  AND  TRAINING  OF  SALESMEN  ON  PROFITS  —  Until  re- 
cently no  great  ability  was  required  of  a  salesman  to  make  good.  Almost  any 
sort  of  a  dub  could  sell  his  full  quota.  In  the  furniture  line  instances  abound 
of  salesmen  who  never  made  more  than  $2500  a  year  in  their  lives  earning  as  high 
as  |iO,000  a  year  for  not  over  two  months  real  work.  Under  such  conditions  it 


was  a  matter  of  small  importance  whethar  a  concern  sent  out  order  taker 


s  or 


salesmen.  It  got  the  business  anyhow.  Conditions  have  changed.  The  present 
buyer »s  rriarket  is  making  it  necessary  to  find  men  who  are  able  to  go  out  and 
overcome  the  most  serious  obstacles  that  have  confronted  the  sales  department 
since  1907.  The  "weak  sisters"  on  the  sales  force  must  be  weeded  out,  or 
whipped  intD  shape.  Unless  the  whole  organization  is  geared  up  to  the  times  a 
constantly  narrowing  margin  of  profit  wUl  dwindle  to  a  point  where  it  will  not 
pay  to  operate • 

Going  back  four  years,  when  a  buyer »s  market  prevailed,  we  find  that  the  average 


turn-over  in  representative  sales  organizations  was  about  four  failures  to 


one 


that  made  good.  The  Baker-Vawter  Company  reported  at  that  time  a  mortality  rate 
of  44  percent.  By  means  of  systematic  recruiting  and  development  methods  this 
figure  was  later  cut  to  20  percent,  below  the  average.  During  the  first  year 
the  salesman's  training  department  of  the  Baker  Vawter  Company  was  in  operation 
the  average  earnings  of  the  salesmen  increased  15  percent.  A  still  more 


.  4  - 
striking  illustration  of  what  systematic  work  in  this  direction  has  accom- 
plished is  seen  in  the  figures  of  the  Metropolitan  Life  Insurance  Company. 
When  the  old  hire  and  fire  system  was  displaced  the  total  business  of  the  com- 
pany was  increased  nearly  a  million  and  a  half  dollars,  with  fewer  agents  in 
tho  field.  Under  the  old  plan  the  average  earnings  of  agents  (l905)  were  less 
than  $12  per  week  per  agent.  This  figure  jumped  to  $23  under  the  new  plan, 
with  a  proportionate  reduction  in  turji-over  of  agents.  It  should  be  pointed 
out  hero  that  in  considering  the  problem  of  turn-over  in  salesmen  it  should  be  J/^ 
approached  from  the  standpoint  of  earnings.  The  surest  way  to  keep  an  organi- 
zation  together  is  to  provide  a  sales  plan  which  will  enable  them  to  makfi  more 
money.  This  is  apparent  to  every  subscriber,  but  it  is  amazing  how  many  sales 
managers  are  content  to  laze  along  in  the  old  rut,  with  never  a  thought  as  to 
devising  plans  for  increasing  salesmon'-i  earnings,  yet  who  wail  long  and  loud 
at  the  ingratitude  of  thair  salesmen. 


BEST  SOURCES  FOR  RECRUITING  NS1?  SALESMSri!   It  has  been  definitely  established 
by  tho  inquiry  we  have  made  that  the  beut  salescK^n  are  usually  those  who  have 
been  developed  from  the  ground  up.  Star  salesmen  can  seldom  be  transplanted. 
Thoy  have  too  much  to  unlearn.  That  is  why  you  will  usually  be  disappointed 
when  you  go  out  and  hire  away  a  competitor's  salesman  at  a  high  price.  The 
most  successful  salesmen  in  the  country  today  are  men  who  have  been  put  through 
a  preliminary  course  of  training,  well  grounded  in  the  fundamentals  and  poli- 
cies of  the  business  and  developed  under  the  careful  tutorage  of  some  capable 
executive.  The  National  Cash  Register  Company  finds  its  best  source  of  sales-.  / 
men  to  be  its  own  repair  men.  Tho  Amarican  Writing  Paper  Company  has  a  syste- 
matic plan  for  promoting  men  from  the  ttanufacturing  and  clerical  departments. 
It  costs  more  to  train  this  kind  of  raw  material,  but  in  the  end  it  pays.  When 
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such  material  is  not  available  a  good  source  for  salesmen  Is  amorg  the  retail 
clerks  who  sell  your  product,  or  by  advertising  in  trade  publications  read  by 
salesmen  in  the  field  you  wish  to  reach.  The  following  publications  have 
proven  good  mediums  to  use  in  recruiting  salesmen; 


^ 


Office  ApplianceB,  414  S.  Dearborn  St,,  Chicago, 

Printers'  Ink,  185  Uadison  Ave.,  Kdw  York  City* 

Sales  Management  Magazine,  223  W.  Jackson  Blvd.,  Chicago, 

AdvertlHlng  &  Selling,  471  Fourth  Ave.,  New  York  City. 

System  Magazine,  Kesner  Building,  Chicago. 

Tne  Samp?d  Cftise,  N:^w  York. 

Associated  Advertising,  Indianapolis,  Ind. 

The  Specialty  Salesman,  Daarborn  St.,  Chicago. 

Boot  A  Shoe  Recorder,  207  So.  St.,  Bostor,  Mass. 

Hardware  Ag^,  239  W,  39th  St.,  New  York  City. 

U')tor   Age,  Mailers  Bldg.,  Cnicago. 

Farm  Implement  News,  M^isonic  Temple,  Chicago. 

Electrical  Merchandising,  10th  Ave.  at  36th  St.,  Chicago. 
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Other  sources  that  are  worth  considering  when  casting  about  for  star  material 
are  The  National  Salesmen's  Training  Association,  Mjnadnock  Block,  Cnicago; 
secretaries  of  the  various  advertising  and  salesaanship  -clubs  throughout  the 
country;  The  Dartnell  Corporation  (we  have  on  file  applications  from  salesmen 
seeking  positions  with  our  subscribers);  various  schools  and  collr^gen, 
T.  M.  C.  A. 8,  local  night  schools  maintaining  courses  in  sale^smanship;  and  last 
but  not  least  the  advertising  columns  of  such  national  newspapers  as  The 
Chicago  Tribune;  The  New  York  Telegram;  The  Cleveland  Plain-Dealer,  etc.  Con- 
siderable money  can  usually  be  saved  in  classified  advertising  campaigns  in 
two  or  more  cities  by  placing  the  business  through  some  agency  specializing  in 
this  field.  The  Arkenberg  Special  Agency,  Lytton  Bldg.,  Chicago,  is  one  con- 
cern we  know  of. 


ELIMINAIIKG  THE  LEAST  LIKELY  CANDIDATES  --  The  American  Tobbaco  Company  and 


several  other  largo  employers  of  salesmen  have  conducted  extensive  experimenti 


-  i;  «- 


with  so-called  scientific  tests  for  solecting  men.  «Mle  some  results  have 
been  obtained  in  this  direction,  it  i«  generally  conceded  that  the  plan  is 
quite  iaspractical  except  in  cases  where  many  salesmen  are  selected  at  one 
time.  Even  then  it  is  possible  to  secure  salesmen  who  test  out  very  higl?, 
but  who  fail  to  produce  simply  because  the  will  to  do  is  laclclng,  A  semi- 
intelligent  salesman,  filled  with  determination  to  make  good,  realizing  that 
he  must  substitute  hard  work  for  natural  deficiency,  is  invariably  a  better 
man  than  a  brilliant  salesman  who  is  so  well  satisfied  with  his  shining  qual- 
ities that  he  is  content  to  sit  back  a.nd  wait  for  that  "big"  deal  to  pull  him 
out  of  the  slump.  For  this  reason  sales  managers  are  placing  more  and  more 
dependence  on  a  man's  past  reoord,  an(3i  his  domestic  circumstances.  The  best 

plan  for  getting  full  data  on  a  man's  past  record  is  by  using  a  "Personal 
Rating  Scale  for  Salesmen  Master  Scale 


I.     Appearance  and  Manner: 

Consider  how  well  he  impresses  men  by  his 
appearance  and  manner. 


IS 


II.  Sales  Ingenuity: 

Consider  ability  to  size  up  a  new  situation, 
to  plan  accordingly  and  to  present  his  case  with 
tact,  clearness  and  force. 

[O 

III.  Industry: 

Consider  energy  and  perseverance. 


XO 


IV.  Personal  Qualities: 

Consider  such  personal  qualities  as  ambition, 
honesty,  thrift,  dependability,  spirit  of  service, 
and  freedom  from  drinking,  gambling  and  other 
immoral  acts.  ^O 

V.  General  Value  to  the  Firm: 

Consider  each  man's  value  to  the  firm, 
having  in  mind  both  his  present  and  his  prob- 
able future  value.  _ 

IS 

VI.  Personal  History  Record: 

Consider  ability  as  it  may  be  estimated 
from  the  Personal  History  Record  alone. 


/s- 


VII.  Reports: 

Consider  ability  as  it  may  be  judged  from 
Reports  alone. 


/S 


1. 


Highest      Mr*  Dresser 20 

High  •«     Thomas  *5 

Middle  "     Brown  1® 

Low " Smith    5 

Lowest  "     Jonas • 


Highest      Mr»  Brown 20 

High             "     Smith  15 

II.     Middle  "     Jonas 10 

Low "    Dresser  ^ 

Lowest "     Th^aaa -  * 


III 


Highest 

High 

Middle 

Low 

Lowest.. 


Mr*  Jones       -  20 

"     Smith  >5 

"     Brown  »• 

**     Thomas * 

"     Dresser • 


IV. 


Highest 

High 

Middle 

Low 

Lowest . 


V. 


Highest 

High 

Middle 

Low 

Lowest 


Mr* 

ti 

fi 

n 

;t 

Mr^ 

n 
II 

ti 

■  «■■" 


Dresser  20 

Brown  15 

Thoraaa 10 

Jones 5 

Smith e 

Jones - 30 

Dresser. I5 

Brown !• 

Smith 5 

Thomas e 


Use  the  names  under  V  of  this  scale  in  making 
your  judgments  concerning  ability  as  indicated 
by  Personal  History  Records  and  Reports. 


Figure  One  -  Wilson  Brothers  use  charts  like  these  for  picking 
new  men  and  qualifying  old  ones  for  promotion. 
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Record  Blank'*  or  some  oth*^r  form  of  appT  1  edition  bl^T»k.   It  Is  clalm^Hl  that 
good  salesmen  will  balk  at  filling  nut  such  blanks*  Thay  wou't  if  they  want 
to  join  the  organization  hard  enough.  A  salesman  who  won't  do  this,  and  won't 
do  that  is  not  a  good  man  to  add  to  the  foroe  in  the  first  place,  and  further* 
more,  it  is  evident  that  a  man  who  is  not  very  anxious  to  join  you  is  not 
going  to  try  very  hard  to  make  good.  Tha  practice  of  having  several  executives 
pass  on  the  candidates  has  been  mentioned  in  our  reports  before.  This  plan 
prevents  the  danger  of  a  conflict  of  personality.  We  all  have  strong  personal 
likes  and  dislikes.  It  often  happens  that  the  very  man  we  dislike  for  no 
particular  reason  will  be  liked  by  the  majority  of  other  executives  who  inter* 
view  him.   In  such  a  case  our  dislike  would  be  merely  prejudice.  A  few 
questions  that  are  used  by  different  sales  managers  to  draw  cut  generally 
withheld  Information  during  an  employmf^nt  interview  are  as  follows: 


"What  periodicals  do  you  read  regullarlyV  This  shows  bow  a  man  spends 
hia  spare  time;  if  he  is  sacrificiiag  a  good  time  to  make  good  for 
himself.  It  leads  into  other  Questions  concerning  personal  habits. 

''Who  is  your  doctor! *•  This  will  show  whether  a  man  is  physically 
able  to  qualify  as  a  salesman.   It  sometimes  pays  to  call  up  the 
doctor. 

"Who  is  your  grocer!"  If  a  man  is  married  you  can  generally  gtet  a 
pretty  good  line  on  hira  from  his  tradesmen*   Some  concerns  employ 
The  Retail  Credit  CcmpaTiy,  Atlanta,  Qaorgia,  to  interview  these  leads 
without  divulging  the  employer's  name  for  the  purpose  of  getting 
a  line  on  a  man's  standing  in  his  neighborhood. 

"What  are  your  monthly  expenses  and  how  much  are  you  saving 
mr,nthly!"  Other  things  being  equal  a  man's  business  capacity  is 
always  reflected  by  his  bank  account,  and  a  man  who  is  not  able  to 
mar:age  his  own  personal  pocket  book  lacks  stability  from  the 
standpoint  of  an  employer. 

Other  questions  of  an  indirect  character  will  suggest  themselves  to  you.  The 

big  idea  is  to  pry  into  the  salesman's  icost  intimate  affairs.   If  he  takes 
the  stand  that  these  affairs  are  none  of  your  business,  then  you  may  be 


\ 


as 


sured  that  the  candidate  is  only  h^lf-h««rt«d  in  h^s  d<i5<lr©  to  j^^n  yoi^r 


outfit.   Bj  far  tha  most  failure^  wmong  8«*jA<»mov,  ^.fi  riii«  fr,  Hv^  '*ob,  •wll, 
I'll  give  it  a  whirl**  attlt^ide.  Th^  mor«  J*  »«»"  wi^ntn  f  i  g«=i^.  *«^o  yr^t?r  rrg**.rti« 
zation,  the  more  certain  he  ^p  ^"  nvike  gr>od.   Tt  if*  a  hl«  mUtAk^  to  directly 
attempt  to  sell  a  nan  the  organization  -  this  should  always  be  done  by  some 
third  party  and  indirectly,  so  that  the  salesman  in  txjrn  will  try  to  sell  hlro- 
self  to  you.  That  is  one  reason  why  star  salesmen  for  some  oth^r  concern 
seldom  pan  out  when  hired  away  by  a  competitor. 


TRAINING  U0R3  THAN  TEN  MEN  AT  A  TIME.  Ttie  same  attitude  should  be  maintained 
in  regard  to  the  training  school.  The  salescnan  roust  be  sold  on  the  school 
idea  and  the  seriousness  of  entering  into  the  course  so  that  he  will  go  through 
with  the  proper  mental  attitude.  While  many  coftcerns  pay  the  salary  as  well  as 
the  expenses  of  all  salesmen  during  the  time  they  are  enrolled  in  the  school, 
the  better  plan  is  to  sell  the  salesman  on  paying  for  his  own  courie>.  In  other 


y^ 


words  let  him  s 


Qe  on  the  matter  of  salary,  roatchiii^g  this  against  the  time 


of  the  company.  This  should  be  done  in-so-far  as  it  is  practical  because  of 
the  moral  effect  upon  the  salesman. 

The  plan  to  follow  in  training  more  than  ten  men  at  a  time  depends  upon 
whether  the  school  is  temporary  or  permanent  and  whether  held  in  the  home  office 
or  under  the  direction  of  branches.  In  1919  the  International  Harvester  Com- 
pany fcllcwed  the  plan  of  taking  the  training  school  to  the  branch  offices. 
There  are  advantages  in  this  plan  as  the  expense  of  bringing  all  the  men  to  the 
home  office  is  avoided.  In  this  case,  It  was  the  desire  of  the  company  to 
train  all  the  salesmen  in  the  company's  employ  as  well  as  new  men  taken  on. 
The  travelling  school  is  used  to  impart  to  the  men  new  developments  and  to  take 
them  back  over  the  fundamentals  of  their  proposition.  Schools  were  held  at 


Baltimore,  Toledo,  Ml.iine*ipoU^,  Terra  Haute,  Das  Moines  and  Kansas  Citj,  the 
program  of  each  baing  identic*^!*  They  were  conducted  by  the  sales  manager 
and  an  assjalant.   On  the  fourth  day  each  man  is  given  a  set  of  one  hundred 
questions  to  be  answered  aa  an  examination  which  serves  to  clinch  principal 
points,   lospromptu  sales  are  always  a  feature.  The  big  idea  behind  the 
school  is  to  perlodioally ^furnish  the  Salesmen  with  fresh  ammunition  and 
review  all  selling  points  so  that  the  men  will  be  kept  out  of  ruts  as  much 

as  possible. 

®hen  schools  are  conducted  at  intervals,  it  is  the  practice  of  most  con- 
cerns to  have  a  competent  instructor  to  take  complete  charge  of  training  the 
men,  under  the  direction  of  the  sales  manager..  The  Todd  Protectcgraph  Company 
is  one  of  the  concerns  following  the  continuous  school  plan.  All  salesmen  are 
eligible  as  well  as  newly  recruited  men.  Classes  start  Tuesday  at  9:30  A.  11. 
and  finish  Friday  at  5:00  P.  M. ,  at  the  home  office.  The  salesmen  get  the 
opportunity  of  talcing  a  tour  through  the  factory  and  meeting  the  officials  of 
the  company.  The  course  covers  a  brief  review  of  history  connected  with  the 
busine&s,  all  selling  points,  mechanical  instruction,  demonstrations,  figuring 
prices,  and  standardized  convasses.  This  company  also  has  a  correspondence 
course  based  on  this  plan  of  training  sialesman. 


LATEST  TENDENCIES  IN  CONDUCTINQ  SPECIAL  SCHOOLS.   The  most  reoent  tendeucies 


in  conducting  special  schools  are  toward  thoroughly  trying  out  new  salesmen 
before  going  to  the  expense  of  putting  them  through  a  training  course.  One 


concern  figures  that  the  actual  cost  of  training  a  salesman  runs  between  $1200 
and  |2500.  By  giving  the  men  a  try-out  before  putting  them  through  school, 
they  are  able  to  weed  out  those  who  will  not  make  good  and  prevent  any  waste 
expenditure  for  training.  The  rate  of  mortality  among  trained  salesmen  is 
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very  low  as  a  result.  The  following  tablij  is  an  exaaiple  of  hew  the  rate  of 

mortality  is  kept  down  in  clinases  f^onduct^d  by  Tii«  Sillott-Flsher  Company: 

Nwfflber  of  mi*n  enrolled  -•----.-----  10 
Period  of  tr^lwinf  (weeks)  -----.---.--3 
Period  of  s«rvl<59  (mf-Jnth?)  --•-•-«----5 
Percentftge  of  Rales  quota  produced  (per  cent)  -125 

Six  of  t.b#»H4i  ro«n  are  in  "All  Star"  Club  and 
one  other  close  to  making  it. 

Anothar  important  tf^ndency  is  toward  allowing  divisions  or  branches  to  conduct 
tbetraitiing  of  salesmen.  This  enccurages  the  greatest  care  in  the  selection 
of  men  and  puts  the  respoi^sibilihy  for  the  ma&'a  success  entirely  upon  the 
division  office. 

Training  schools  and  courses  for  salestnsn  who  have  raade  good  are  becoming 
wore  popular.  Training  by  curreBpondence  is  also  being  given  more  considera 
tion,  mapy  concerns  having  sptoial  outlined  courses.  The  Gjodyear  Tire  &  Rubber 
Co.,  is  one  of  the  concerns  which  haa  operated  a  school  of  which  every  member  of 
the  aalcs  force  is  a  member.  From  time  to  timi  roeo  are  called  in  from  ail  the 
branch  offices  for  a  two  weeks  course  in  the  school.   Other  salesmen  replace 
the  men  while  they  are  away  from  their  territories.  However,  this  ccmpary 
announces  it  is  planned  that  correspondence  later  will  eliminate  the  necessity 
for  all  of  the  men  being  brought  to  Akron  to  study.  Wbile  the  salesmen* • 
school  is  a  part  of  the  Goodyear  Industrial  University  where  600  classes  re- 
cently have  been  organized  under  the  direction  of  50  instructors,  it  is  oper- 
ated separately  and  on  a  different  plan,  not  being  open  to  the  factory  men  at 
the  present  time.  There  are  also  classes  for  branch  managers,  service  manag- 
ers, zor^e  managers,  general  salesmen,  mechanical  goods  salesmen  and  export  men, 

HOW  EDUCATIONAL  DIRECTORS  PAY  OM   SALARIES.   An  increase  of  approximately 
|i30,000  in  sales  to  municipalities,  county,  state  and  National  Government  was 
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shewn  in  1919  ov«r  tb^  r-^vlotjp  ypnr  by  one  company  which  gives  to  their  edu 


ca- 


tional  division  th«  flup-^rvipion  of  nil  ppAbs^  to  governments.     Trda  division  act 


s 


as  a  clearing  hr\^«o  for  ai»fr»b"tlng  inf ormaf-ion  in  connection  in  pending  orders 
^'  ^  ^hia  class  of  btiAlne^^.  p^fw^pn  fit^^^ionn  of   school  ©any  other  concerns  give 


th3  educational- dirf»r:tor  tb*^  fnpk   of  prpparfng  or  revising  the  Sales  manual. 


This  work  quite  naturallj  fifp  Uy   wH.h  th.^  training  of  salesman.  Many  companies 

zuQ   sales  Daanual  as  a  baBip  for  tb^  course  offered.  The  Educational  Divi- 
sion of  The  SLliott-FiPher  Company,  which  looks  after  installations  in  commer- 


cial  high  sohouls j»nd  collages,  took  orders  totalling  $14,924  in  this  class  of 
business  during  1919.  If  th^  syp<»rvlsorg  of  the  salesmen's  school  can  be 
assigned  seme  task  of  tbis  ch»r*iof^r,  th^^ir  influence  on  increased  sales  will 
of  ^nu  ^0  a  lorg  way  toward  of  f -5««?*-ting  -i:h<!»  f^ppr^iprlation  for  educatior.al  work. 


WHSN  ONLY  A  FEW  SALSSMff^N  ARE  TO  BW,   TPatnfD,   In  training  a  small  number  of 
salesm^r,  it  is  the  general  practice  lo  Jay  oT>t;  a  definite  program  for  tber^ 
routirg  them  to  certain  departm^^nf;  m«^r?g«?rs  atjd  ex«?cufciv98  in  the  sales  depart- 
ment, Th«=»y  should  be  responsible  to  the  exeautive  who  prepares  the  program  and 
report  to  him  at  the  finish  of  each  9e?j?*ion,  This  executive  should  also  previ- 
ously inform  each  department  manager  of  his  part  in  the  schedule  so  there  will 
be  as  little  over-lapping  as  possible.  In  some  companies  the  new  man  is  dele- 
gated to  some  salesman  with  long  experience  who  takes  the  new  recruit  in  tow  for 
practical  training  in  the  field.  As  an  example,  Libby,  McNeill  &  Libby  follow 

tiis  plan,  ^ach  zone  or  branch  manager  hires  his  own  salesmen,  goes  over  the 
xine  completely  with  him,  and  then  details  him  to  pin  older,  experienced  salesman 

a  the  force.\He  works  with  the  older  salesman  until  he  is  thoroughly  familiar 
the  line  and  able  to  go  alone.  The  Vaughan  A  Bushnell  Manufacturing  Co., 


T  4.U 


^alBo  favor  the  personal  contact  method  of  training  new  salesmen  and  developini 
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tv^ft  Prpn^nt  ?a^^*^  force,  f^x^ontivT-^  in  th\^   organization  will  go  to  unusual 
extremBs  in  ciatlvatlt^g  a  ppraow*^!  p-  nf.act  vlib  individuals  in  order  to  stioau- 
late  irlt-iative  and  «ntb«siR?^m  thro^igh  such  oontaot. 

METHODS  OF  GRADING  AND  CLASSIFTING  SIUDIOT  SALESMEN.  An  acalysia  of  the  sales- 
Ban's  progress  and  ability  can  h^  made  with  the  aid  of  a  scale  or  standardized 
outline  with  which  to  grade  all  s+utlents.  The  greatest  value  of  grading  is  in 
b^iT^g  able  to  classify  the  aalesmc^w,  compare  ther,  and  decide  what  territories 
they  are  to  be  given.  The  following  p«ge  of  this  report  is  devoted  to  the  re- 
production of  a  •'Report  On  Student  Salesmen'  furnished  for  this  purpose  of 


£ 


,  I.  du  Pont  de  Nemours  &  Company.  The  form  is  known  to  this  company  as  a 


trade  call  blank,  and  is  used  in  connection  with  the  trade  calls  which  are 
staged.  It  affords  a  convenient  method  for  recording  destinctive  features  of 
these  staged  interviews  and  helps  furnish  data  which  is  useful  in  estimating 
salesmanship  VPlves.  The  interview,  or  sale,  is  regarded  as  the  best  practi- 
cal test  for  the  saleem^in's  ability.  Complete  instructions  for  grading  the 
Report  on  Student  Salesmen  will  be  found  on  the  pink  sheet  immediately  follow- 
ing the  reproduction  of  the  du  Pont  blank  in  this  report* 

SUGGESTED  TWO  WEEKS  COURSE  FOR  SALESMEN  RECRUITS,  fie  are  indebted  to  D.  Gordon- 
Hunter,  manager  of  the  sales  training  department,  Pnoanix  Mutual  Life  Insurance 
Company,  for  complete  charts  exhibiting  outline  of  the  sales  training  course 
ujed  by  that  company*  The  course  is  divided  into  eight  sections  briefly  out- 
lined  as  follows: 

DIVISION  "A" 

Be^gins  with  an  appropriate  introduction  to  furnish  right  mental 
attitude  of  students  toward  course.  Devoted  largely  to  thoroughly 
selling  the  prospective  salesman  on  the  business  he  is  undertaking. 
Covers  opportunity,  remuneration  and  future* 


th»  prefipsnt  gal^«  forcf^,  F.x»ou*--5 vrrs  In  %h\n   organization  will  go  to  unusual 
extremes  in  cylti^mt^t^i?  ai  ppr?»n„Ri  c'^nJ-ack  witb  Individuals  in  order  to  stioQu- 
late  iritiative  and  «nthnsiR??m  throv»gh  guob  contact , 


METHODS  OF  GRADINa  AND  CLASSIFTINQ  SXUDF.Fr  SALESMEN.   An  analysis  of  the  sales- 
man's progress  aod  ability  can  bf)  made  wllh  the  aid  of  a  scale  or  standardized 
outline  with  which  to  grade  all  s+urlents.  Tho  greatest  value  of  grading  is  in 
bf^'irg  able  to  classify  the  salesrac^w,  compare  thsrr,  and  decide  what  territories 
they  are  to  be  given.  The  following  p«g9  of  this  report  is  devoted  to  the  re- 
production of  a  **Report  On  Student  Salesmen"  furnished  for  this  purpose  of 
E,  I.  du  Pont  de  Nemours  &   Company.  The  form  is  known  to  this  company  as  a 
trade  call  blank,  and  Is  used  in  connection  with  the  trade  calls  which  are 
staged.   It  affords  a  convenient  method  for  recording  destinctive  features  of 
these  staged  interviews  and  belps  furnish  data  which  is  useful  in  estimating 
salesmanship  valves •  The  interview,  or  sale,  is  regarded  as  the  best  practi- 
cal test  for  the  salesman's  ability*  Coniplete  instructions  for  grading  the 
Report  on  Student  Salesmen  will  be  found  on  the  pink  sheet  immediately  follow- 
ing the  reproduction  of  the  du  Pont  blank  in  this  report. 


SUGOSSiaD  TWO  WEEKS  COURSE  FOR  SALESMBIN  RECRUITS,  We  are  indebted  to  D.  Gordon- 
Hunter,  manager  of  the  sales  training  department,  Pnoenix  Mutual  Life  Insurance 
Companj,  for  complete  charts  exhibiting  outline  of  the  sales  training  course 
used  by  that  company.  The  course  is  divided  into  eight  sections  briefly  out- 
lined as  follows: 


DIVISION  "A" 

Begins  with  an  appropriate  introduction  to  furnish  right  mental 
attitude  of  students  toward  course.   Devoted  largely  to  thoroughly 
selling  the  prospective  salesman  on  the  business  he  is  undertaking. 
Covers  opportunity,  remuneration  and  future. 


f«a^    «e%    pim     j»« 


|»* 


w^  w 


L.A 


PAGINATIC 
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DIVISION  "B" 

Diacuasea  the  functiona  of  ths  propoj^i  felon  to  b^  sold,  onv^r\r>f^ 
thenj  in  dotail  one  by  on#.  Abont  fwonfy-f^ve  dlffa^^^^n*  nanq  or 
accompliahmenfca  are  listed  on  the  churt. 

DIVISION  "C" 

Und.^ii3hi8  heading  follow  the  prtrLelftln^bfthind  fMf,   husinass. 
In  other  worde,  thia  aivlJ*lon  sbnw's  how  the  "product"  is  munu-. 
faotured^  and  the  cpany  "attanhmgnta",  which  make  po3  8ible~TSe~~ 
usea  discuaaed  unde>  LUviaion  "B",   Stwrt.n  in  with  history, 
d^ftyelopment,  oper-^tlorj^compl**;^  ii«n"!yqisi  of  propoaition  show- 
irg  how  contract  la  bMllt,  and  enriq  with  fixpTflination  of  use  of 
equipment  which  aaleaman  carries  in   contact  with  bwyera. 

DIVISION  "D" 

Devoted    to    explanfttinn    nf    ^rg^nl  ^a^^nti    ^y^^    f^Am\Y^\  3  trat  lOlL  0  f 

companiea  in  this  line  of  bu^'''ie«»,  governtnwnt  aupervision, 
and  competition* 

DIVISION  "£" 

Covers  the  organization  of  thia  p«^rt;f ctalar  compare.?,  jf^R  hiatory, 
growth,  officiala  and  directora,  itR  various  d^parfmeata  a»il  Its 
service. 

DIVISION  "F" 

The  title  of  this  aection  is  "S«^^'»<*m^n^hip''.   It  discusses  all 
th^e  elemants  of  fefilfiamftnah^  p  as  9ppiip'i  ^        parti CuTSF'Tual^ 
neaj,*^  Tim^j  divided  equally  betwf*f»n  lectures  or  diRcusslona  in 
the  class  room  aod  actual  practice  in  thf»  field,  special  import* 
ance  baing  laid  upon  the  latter.  Instructor  and  asalstant  go 
out  each  day  with  different  men  to  solicit  business. 

DIVISION  "Q" 

Brings  up  a  long  Hat  of  individual  requisites  tsiL  su*^"^^^  such 
as  definite  daily  progretr,  use  of  home  office  a«rvl'*P,  study 
snd  self  improvement,  health,  club  and  church  activity,  personal 
finances,  etc* 

DIVISION  "H*' 

In  thia  business,  as  in  ^v^rj   other,  there  Is  any  amount  of  gen- 
oi^al  knowledge  which  every  8al«^smRn  should  have  rif adding  matters 
fHsTTiave  snme  connection  with  his  proposition.   This  division 
outlines  and  covers  the  moat  important  thinga. 


|RMDINQ  MATTER  TOICH  SHOULD  BE  PROVIDED.   During  a  sales  course  it  is  advisable 
have  the  student  salesmen  read  selected  data  from  various  sources  so  as  to 


[broaden  their  vision  in  dealing  with  the  subjects  on  which  they  are  ooncentrat- 
ig  particularly.  There  are  a  few  industries  in  which  salefimanship  books  are 
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available  appli«»d   to   Ib^   M*}^  *»f  b'iJ^l».>«»ss   ih^  m#jij  ar^  studying.     Willie  it   ia 
aiviH^^b^e  to   f^^^^6j  fiwcVvbnck^,    Hi©  exp6ri<irtv^«  o!  mar^j  sal^s  ©xecutivfs  has  been 
fh^t   +ha  w«n   •bouid  be   pt-^'it^i   «Uh  rflacliog  matter  still   further  removed. 
Ih^reCcjr^,   borka  wblr^h  (Vo«i    wii^h  the  subject  of   saleBmanshlp  In  all  lines  of 
busij.firtji  aj)  a  whole  eri»  (»f   cJon» Ulei  able  valu».      In  addition  to   this,    several   of 


C'  * '  " 


V, 


ribers  believe  timh  ft<^l©eni«*u  should  have  a  certain  amount  of  trainirig 


In  feal63  rsiragement,  not  so  much  with  the  view  toward  arousing  their  hopea  for 
an  fxrjciitlve  j'b,  but  to  i^t.  f,hAm  know  that  there  is  a  whole  lot  more  to  sales 

\rtag.  :i.Hiit  than  simply  hiring  a  few  Rale^men  now  and  then  and  training  them  for 
their  jobs.  Many  companies  use  the  sales  manual  as  a  basis  for  the  coarse  and 
suppii-mi^nt  it  with  outside  text  bocks  on  iielliog.   Others  beiieve  that  a  manual 
on  feelUng  makes  the  best  baslp  for  their  course  bocauj^v©  their  proposition  can 
b  woven  around  the  principles  presented  in  the  book.   The  Phoenix  llutual  Life 
Life  In.^urance  Company  follows  this  plan,  using  "Selling  Process",  by  N.rval 
Hawkiiir ,  which  is  sold  in  a  etudy  edition  as  well  as  a  bound  volume,  A  partial 
lUr  books  and  manuals  provided  for  ealefemen  in  training  courses  of  various 

concerns  follows: 


"Selling  Points  of  Hundr  e*.!  Poiatart",  by  E.  D.  Gibbs, 
''Field  Tactics  for  Saiesmon**,  by  J.  C.  Aspley, 


i«t 


Man  Wno  Sail  Things*',   by  Waiter  D.   Mjody, 


»>  C3  ^  ■) 


S'^^lling  Process",   by  Norval  Hawkinp, 


i.j'-» 


lesmanship'',  by  William  Maxwell, 


"Whit  a  Salesman  Should  Kaow  About  Cnsdits",  by  J.  C,  Aapley, 
''^^mt  a  Salesman  Should  Knew  About  Advertising",  by  J.  C.  Aspley, 
''The  Knack  of  Selling'',  in  five  volumas, 

"Salesman's  Correspondence  Manual",  by  J.  C.  Aapley, 


$2,20 
|]..50 
|i,20 
|3.15 
|l,20 

li.io 
li.io 

$i.50 

li.io 
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"Survey  of  llod*»rw  S«*.Us  M^^nng^ment^  PraGH<tAq",   by  J,   C,   Aepley,  |4,75 


**M.:d3rn  Sales   Man«g*m«r>f",   by   J.   Qe^^^^g^  Bredericlc,     S/ 

"Thi3  U  Book  of   S'^lling",    by   N,    0.    Shiveley, 

"Tha  Training  of  a  Salesroar^",   by  WllUaai  lilixwe^% 


|2.70 


|U70 


Anj  cf  the  above  books  may  be  Recvired  direct  from  the  publisher  or  from  The 
Dartnell  Curporation,  223  West  Jacksoo  Eioulev«rd,  Chicago* 


DEVaLOPIKG  S/iLSSMIN  INTO  GOOD  PFODnCf.RS.  All  of  your  original  development  work 
will  count  for  navgbt  if  ynu  allow  aalesmort  to  become  calloused  to  suggestion. 
Waon  a  salesman  starts  out  he  is  usually  open-minded,  open  to  suggestion  and  pli- 
able. As  he  begins  to  ieel  his  feet  on  the  ground,  and  gets  the  idea  that  he 
has  made  sood,  this  pllableness  stiffen^.  In  time,  if  left  alone,  he  becomes 
unb^ncLijig,  Constant  association  with  old  school  salesman  who  preach  the  gospel 
of  "if  you  don't  like  the  way  I  sell,  get  some  one  else"  soon  places  a  salesman 
in  the  incurable  class. 

The  best  way  to  keep  salesmen  from  falling  into  any  such  rut^  ia^to  demqn- 
.strata  to  them  that  they  only  know  one-quarter  as  much  as  they  think  they  do, 


■fcMv^aM«<^«wa 


apd  th^^re  is  nothing  that  will  do  this  like  g;od  realipg.  The  more  a  salesman 


readd  the  less  be  thinks  he  knows.  It  is  to  this  end  that  so  many  concerns  re- 
quire their  salesmen  to  subscribe  to  such  publications  as  Printers'  Ink,  System, 


Sales  M 


g^zlne,  the  Alexander  Hamilton  Institute  Course,  and  trade 


. .ra  in  their  field.  The  Qoasard  Corset  Company,  for  example,  lay  cut  a  regu- 


lar course  of  reading  which  they  expect  their  salesmen  to  follow.  If  you  can 
S'?t  y^ur  salesmen  into  the  reading  habit,  you  have  taken  a  big  step  toward  de- 
veloping stars,  because  very  few  salesmen  have  made  permanently  good  until  they 
fir^^t  of  all  have  been  made  to  realize  how  much  they  don't  k.iow.  This,  we  be- 
lieve to  be  one  of  the  most  important  essentials  in  developing  mediocre  into 
first  class  men. 


^ 
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i  FIELD  TRAININQ  PRIOR  TO  AnSIGNIN3  T1.RRT.T0RT.   T.ibby.  McNalil  &  LLbby  are  one  of 
■  the  ma.y  compaaloa  ,hlch  gW.s  the  m.n  a  thorough  field  tralninj  before  asslgr.- 
ing  the«.  to  territories.  Aa  soon  es  the  n«w  man  ormpUkes  «  certain  amount  of 
personal  training  under  the  branch  mnager  he  takes  the  special  bock  of 
"instructions  to  Salesman"  which  has  been  furnished  him  and  goes  out  to  work 
With  one  of  the  experienced  salesmen  until  ha  Is  completely  prepared  to  take 
eharse  of  a  territory.  The  Wal^or^^nuTactuiOiaJIaffiS^^^^  Bostor-.  has  a  unique 
plan  f,-r  developing  men  in  the  field  before  putting  them  on  the  sales  force. 
They  nave  fouud  that  the  rate  of  mortality  among  their  salesmen  can  be  kept, down 
to  a  minimum  by  hiring  Toung  men  who  can  be  used  to  domiss.ouary  work  for  their 
resular_.alesmen  before  being  promoted  to  the  selling  force.  It  ia  apparently 
aTr^blration  of  the  junior  salesman  ide«  .   L.  F.  HamlUor.  the  sales  manager. 

describes  the  plan  as  follows: 

"W^  have  a  system  whereby  we  send  ynuog  men  tbri-sh  our  factory  In  a  regu- 
lar course  embrLi.g  abo.t  nine  mont.,.   Ih«y  are  th.n  -"*""*•  "J*  J^^^^-^^J^- 
men,  but  what  we  te^m  .specially  e«,nt,.  Onr  l»ne  1.  sold  "'^^^^^^^2^^:^' X^""- 
pepding  more  or  le.s  on  the  ex^^nt  of  the  cnn«um-r  d.m^nd  -  T>articularl,  in 
?.L  «a«e  of  our  specialti...   Thea^^ung  .,n  C,J  LnK, stJT  on  '  ^"^^e  stacks  . 
The.r  work  i«  nnt  so  much  to  sell  our  p.oduat^  1*  M  "f-o  cr     "^  -^^^J^, 
saSe^on  the  part  of  the  consumer.   Theirjoal  ^.   -  »-pie  order  fr  ",  the  c^ 
sueer,  which  is  turned  over  to  the  dealer. 

■  •  "Our  endeavor  is  to  recruit  f7r  the  ^ost  part  Jik.lj  70u"g  «-?»  ^^^  °^ 
own  or^^ni^^atlon  so  that  the  course  is  looked  up^^n  a;,  a  sort  of  a  senior 
cILs  alJ  as  a  reward  for  go,,d  wo.k  already  d.ne  In  the  organization  -  al.o 
assuming  that  the  young  men  have  the  Baking  of  salesm<»n. 

vn„  ««  4-^0  +r-\<nln«  coorne  approx 'mTtte'y  flOO  a 

"1»e  p,y  the  young  men  while  in  ^^^^"^^  "^'^J^'"'"^,,,  JJ^  ,«,  ,„;<,  the  field 

mo.^N  Which  gives  them  abou  enough  *«  ^;^\;;\j;';J„  ^  ,  ,,,  advanced  to 

*  fhPir  <»alary  runs  up  to  about  $125  a  roontli,  ana  xnen  wo«u    jr  k«-,^«^ 

I'l^Hmen  of  course  L,  can  go  up  to  almost  any  amount  because  they  can  become 

Branch  UioagerSf  ©tc. 


1 


"The  object  of  this  letter  is  to  inq.iire  whether  jou  know  of  any  concerns 
,  doi.g  approximately  sim.lar  work  as  we  desire  to  get  a  line  on  tue  compenaa- 
{  tion  of  miesionary  men  out  in  the  field." 

Anoth'>r  method  of  breaking  la  green  salesmen,  used  by  James  S.  Kirk  &  Ci.. 
!hlcag^.  18  to  send  thorn  into  the  field  under  the  direction  of  trained  field 
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supervisors  to  install  window  displays  in  dealer's  stores,  put  up  3igns_a..d  sell 
the  dealers  if  the  salesman  has  left  an  openlns.  These  men  are  advanced  to 
i^^lir  salesmen  in  charge  of  a  small  territory  consisting  of  small  town.?,  and 
later  to  senior  saleamen.  The  company  reports  that  the  turn-over  In  the  sales 
organization  has  been  reduced  to  a  remarkable  extent. 


HOW  WHOLESALE  HOUSES  DEVELOP  SALESMEN.   An  investigation  among  wholesale  houses 
all  over  the  country  discloses  a  tendency  away  from  the  familiar  method  of 
aliowii.g  the  young  men  who  are  employed  to  learn  the  stock  the  best  way  they 
j  can,  and  toward  a  systematic  course,  D.  H.  Wright,  Vice-President  of  Wright- 

I 

Barrett  &  Still.ell  Company,  reports  that  while  they  formerly  believed  the  only 
way  for  a  young  man  to  learn  the  stock  was  to  have  him  work  in  the  place  three 
or  ftur  years  before  going  on  the  road,  thpy  have  found  that  a  man  can  learn 
much  more  by  bard  studying.  A  class  has  been  established  which  is  held  onoa  a 
week  for  instructing  salesmen  and  men  desirous  of  becoming  salesmen.  Although 
P.  A.  Patrick  &  Company  do  not  have  classes  in  this  manner,  they  have  a  systen- 
atio  mothod  of  transferring  the  men  from  one  department  to  another  as  part  of  a 
definite  course  of  training  which  quickly  fits  men  for  road  work. 

20KS  SUPERVISORS  AND  PERSONAL  DEVELCPUENT  WORK.  Some  sort  of  a  continuous  plan 
Of  devslopment  should  be  adopted  and  followed,  including  every  man  who  is  put 
on  the  sales  force.  Otherwise,  most  salesmen  become  self-satisfied  and  resent 
the  efforts  to  "interfere"  with  their  work  on  those  oocassions  when  the  heme 
^Office  decides  to  lend  assistance.  The  plan  of  personal  development  used  by 
Tne  United  States  Rubber  Company  is  based  on  the  idea  of  constantly  training 
|s?,le3ir:en  through  zone  managers  under  the  supervision  of  the  branch  managers. 
Jach  Eone  manager  spends  all  of  his  time  travelling  with  salesmen  under  his  dl* 
^ction  and  his  primary  task  is  the  education  of  salesmen. 
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THU  POINT  PLAN  OF  PROMOTING  OLD  MiN,  The  point  plan  of  promoting  mea  on  the 
sales  force  has  always  been  regarded  as  the  ideal  method  to  pick  the  right  maa 
for  the  right  place,  but  a  weakness  has  b(56n  encountered  in  tha  practical  appli- 
cation of  most  plans  of  this  kind^  The  trouble  has  been  that  no  standard  mea- 
sure or  scale  was  established  with  which  to  measure  the  qualifications  of  the 
men  considered.  The  Wilson  Brothers  Company,  Chicago,  has  overcome  this  diffi- 
culty by  establishing  a  master  scale  by  which  the  men  may  be  graded.  On  page  6 
of  this  report  is  a  reproduction  of  the  chart  this  company  uses  in  finding  a  man 
to  fill  a  position  of  greater  responsibility.  The  first  step  in  the  use  of  this 
chart  is  the  establishing  of  a  Master  Scale  which  is  accomplished  as  follows: 

There  are  five  principal  divisions  for  the  analysis  of  the  man's 

.      capabilities,  namely  -- 

»  '^1.  Appearance  and  Manner, 

2.  Sales  Ingenuity, 

3.  Industry, 

4.  Personal  Qualities, 

5.  General  Value  to  the  firm. 

To  create  the  Master  Scale  for  the  first  qualification,  the  roan 
en  the  sales  force  who  is  most  impressive  as  to  appearance  and 
manner  is  selected  and  his  name  written  on  the  top  line.  N^xt. 
the  man  who  ranks  lowest  and  his  name  written  opposite  the  word 
"Lowest".  Then,  the  salesman  who  would  rat k  half  way  between 
the^e  two  gets  his  name  written  beside  the  word  ^'Middle".   The 
m^n   who  would  fall  half  way  between  the  highest  and  middle  is 
nh^n  found  and  his  name  written  in  after  "High"  and  the  name  of 
Hhe  man  ranking  between  the  highest  and  middle  is  then  found  and 
his  name  written  in  after  "High"  and  the  rame  of  the  man  rankirg 
between  middle  and  lowest  is  wrlttfm  in  after  ''Low'*.  The  same 
procedure  is  followed  throughout  the  other  five  divisions. 

This  furnishes  a  definite  guide  for  grading,  reducing  the  process  to  a  compara- 

tlvely  simple  matter.  For  example,  it  U   easy  to  compare  the  appearance  and 

manner  of  a  -salesman,  with  the  five  men  named  under  first  section  and  decide 

which  one  he  resembles  closest  in  this  particular  qualification.  Two  or  three 

•J^ecutives  should  grade  each  man  from  the  scale,  and  thsn  a  comparison  of  the 

t 

gradas  can  be  made  to  check  up  on  the  judgement  of  each  executive.  The  same 


•  n 


chart  can  be  usad  In  hlri&g  now  men  if  ddsired. 


ANNUAL  EIAMINATIOXS  AND  SKLF-QUIZZ  TSSi:S,  On  the  following  page  of  this  report 
is  a  self-analysis  chart  for  salesmen,  used  by  the  Alexander  Himiltcn  Institute 
in  finding  and  correcting  weak  spots  in  the  salesman's  character.  It  is  found 
effective  in  developing  men  by  getting  them  interested  in  improving  themselvesi 
replacing  to  a  large  extent  the  necessity  for  lecturing  an  individual  or  writ- 
ing him  humiliating  letters.  It  is  foixnd  that  the  men  are  very  much  interested 
in  grading  themselves  and  in  doing  so  unconsciously  reveal  to  themselves  their 
weaknesses.  The  chief  value  of  such  a  plan  is  that  JLt  starts  a  salesman  thiiiking 
about  self  development  and  brings  home  to  him  that  he  has  a  long  way  to  go  be- 
fore  becoming  a  perfect  salesman.  It  also  teaches  each  man  to  see  himself  as  a 
bundle  of  habits  --  habits  which  for  the  most  part  are  within  his  control.   It 
gives  the  sales  manager  a  point  of  contact  for  bringing  up  what  might  otherwise 


be  a  delicate  point  and  furnishes  him  an  insight  into  what  the  salesman  thinks 

of  himself.  Further,  the  chart  tends  to  make  salesmen  more  critical  of  one 

another,  arousing  a  spirit  of  character  development  competitior,  which  is  a 

very  good  thing  to  foster  within  the  sales  force.  Directions  for  using  the 

chart  will  be  found  on  the  back. 

(For  the  convenience  of  sales  executives  who  wish  to 
try  out  this  chart,  we  are  prepared  to  furnish  extra 
copies  at  the  regular  price  of  |3  a  hundred.) 

l!any  concerns  are  deriving  considerable  benefit  from  annual  examinations  of 

their  salesmen,  conducted  for  the  purpose  of  stimulating  interest  in  self-im 

provcmsnt  during  the  year.  If  a  roan  knows  that  he  is  to  be  questioned  regard- 

« 

ing  matters  covered  by  the  company's  bulletins  or  letters,  for  instance,  he  is 
sure  to  study  all  data  furnished  him  so  that  he  will  not  be  shown  up  before  the 
other  men  on  seme  simple  questions  in  connection  with  his  proposition. 


Self- Analysis  Chart  for  Salesmen 


This  chart  enables  a  salesman  to  analyze  his  qualifications  and  abilities  so  that  he  may  keep  constantly  before  him  weaknesses  that 
ire  retarding  his  progress.  Mark  yourself  on  the  scale  of  1  to  7.  using  the  following  key:  **1"  nearly  perfect;  "2"  good;  "3"  above 
iverage-  *'4"  average;  "6"  deficient;  ''7"  almost  wholly  lacking.  Qualities  of  greater  importance  than  others  are  given  two  or  more 
lumbers,  each  number  to  carry  its  own  mark.  It  is  recommended  that  this  chart  be  filled  out  and  kept  as  a  permanent  part  of  this  record, 
b  that  it  may  be  referred  to  from  time  to  time  and  improvement  noted. 


I -PHYSICAL  QUALIFICATIONS 


Chiefly  Inherent— Subject  to  Some  Cultivation: 

1.  Physical  structure 

2.  Physical  vitality 

3.  Physical  vitality 

4.  Appropriate  age 

Chiefly  Acquired — Subject  to  Cultivation: 

5.  General  health 

6.  General  health 

7.  Carriage 

8.  Facial  expression 

9.  Voice  culture 

10.  Pergonal  neatness 

11.  Dress 


Grade 


<> 


III -MENTAL  QUALIFICATIONS 


Grade 


Total  Physical 


Li 


^7 


n -TEMPERMENTAL  QUAUFICATIONS 


Chiefly  Inherent— Subject  to  Some  Cultivation: 

12.  Industry 

13.  Industry 

14.  Integrity 

15.  Ambition 

16.  Will  power 

17.  Initiative 

18.  Courage 


Grade 


i  I 


!b) 


Chiefly  Acquired— Subject  to  Cultivation: 

19.  Personal  habits 

20.  Business  habits 

21.  Mannerisms 

22.  Physical  poise 

23.  Sincerity 

24.  Enthusiasm 

25.  Cheerfulness 

26.  Loyalty 

27.  Courtesy 

28.  Sympathy 


Total  Tempermental. 


-/ 


L-: 


s?. 


(a)     Chiefly  Inherent— Subject  to  Some  Cultivation: 

29.  Imagination 

30.  Tact. 

31.  Observation 

32.  Mental  alertness 

33.  Natural  aptitude 

34.  Natural  aptitude 

36.    Resourcefulness 


(b)     Chiefly  Acquired— Subject  to  Cultivation: 

36.  General  education 

37.  Special  business  education 

38.  Special  business  education 

39  Special  education  in  selling 

40.  General  experience 

41.  Selling  experience 

42.  Selling  experience 

43.  Selling  experience 

44.  Knowledge  of  sales  methods 

45.  Knowledge  of  line 

46.  Knowledge  of  line 

47.  Knowledge  of  competition 

48.  Power  of  analysis 

49.  Judgment 

50.  Breath  of  view 

51.  Power  of  expression 

52.  Power  to  reason 

53.  Power  to  impress 

64.  Concentration 

65.  Confidence  creating  power 

56.  Self  reliance 

57.  Memory 

58.  Optimism 

59.  Power  to  grow 


V 


Total  Mental 

Total  Physical 

Total  Tempermental. 


GRAND  TOTAL. 


>ate. 


Signed 
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HOW  THIS  CHART  SHOULD  BE  MARKED. 


This  chart  is  general  enough  to  apply  to  any  business  where 
a  high  average  of  intelligence  is  required  to  sell  the 
product.  It  has  been  laid  out  so  that  a  quality  that  is 
particularly  valuable  in  selling  is  given  more  than  one 
number.  For  example  you  will  notice  that  "Selling  Ex- 
perience" is  estimated  to  bo  three  times  more  valuable  to 
a  salesman  than  "General  Education".  This  is  taken  care 
of  by  repeating  that  qualification  three  times.  Thus  a 
salesman  who  considered  that  he  had  "Good"  selling  exper- 
ience would  mark  up  the  figure  "2"  after  "Selling  Experi- 
ence** three  times  in  suoce83ion. 

When  a  salesman  has  marked  each  item  according  to  his  strength 
or  weakness  in  that  particular  quality  or  characteristic, 
the  two  sheets  are  totaled  up.  The  sum  represents  how  far 
short  he  falls  of  being  a  pejrfect  salesman.  The  Alexander 
Hamilton  Institute  found  that  a  number  of  their  salesmen 
who  had  been  strutting  around  thinking  that  they  were  100 
point  men  before  the  character  analysis  test,  awoke  to  the 
fact  that  they  fell  away  short  of  their  estimate  when  the 
points  were  added  up. 


ANewDartnell  Survey— "Sales  Organization 


»» 


A  Few  of  Nearly  300  Sales  Building 

Plans  to  Be  Described  in  New 

Survey 

How  Devoe  &  Raynolds  have  organized  their  sales 
department  so  as  to  insure  a  steady  stream  of 
new    accounts,    and    stimulate    full    line    sales. 

Use  of  a  Future  Demands  Department  such  as  is 
maintained  by  the  National  Cash  Register  Company 
to    keep   ahead   of   possible    market    developments. 

Tabulation  showing  authority  sales  manager  has 
over  advertising  in  nearly  two  hundred  representa- 
tive concerns   in  all  lines  of  business. 

New  plan  being  followe4  by  the  Goodyear  Tire  & 
Rubber  Company  in  appointing  zone  supervisors; 
how  their  duties  are  linked  up  with  other  iorces 
in   the    sales   department. 

How  the  Baker-Vawter  Company  insure  an  ade- 
quate supply  of  capable  salesmen  through  their 
Personnel  Department;  with  a  description  of  the 
results   produced  by   this   department. 

Experience  of  The  Wm.  Britigan  Organization^ 
Sherwin-Williams  Co.,  Hood  Tire  Company  and 
others  in  arriving  at  the  proper  number  of  accounts 
or  prospects  for  a  salesman  to  handle. 

Experience  of  manufacturers  and  jobbers  with  ex- 
clusive agencies;  under  what  circumstances  these 
concerns  have  found  it  profitable  to  establish  ex- 
clusive agents;  dual  agencies  and  general  agencies. 
Synopsis   of  various   agreements   in   force. 

A  scientific  plan  worked  out  by  the  American  To- 
bacco Company  to  determine  which  members  of 
the  organization  are  best  qualified  for  promotion  to 
executive  positions. 

Nearly  twenty  blue  print  charts  showing  organiza- 
tion details  of  representative  sales  organizations, 
such  as  Baker  Vawter  Co.,  International  Harvester 
Co.,  Marshall  Field  Co.,  National  Cash  Register 
(k>.,  etc. 


Our  fir;jt  survey  was  issued  in  1918.  It  covered  "Sales  Management 
Practices."  Three  editions  of  this  survey  have  been  printed,  so  great 
was  its  popularity.  Sales  managers  are  now  faced  with  a  new  dilemma 
— the  old  sales  organization  has  to  be  strengthened  and  rebuilt  to  meet 
changing  conditions.  What  steps  shall  be  taken?  How  have  other 
concerns  improved  their  organization?  What  have  they  done  that 
you  could  do?  These  and  other  questions  will  be  answered  in  the 
NEW  SURVEY  which  is  now  being  compiled  by  our  editorial  staff.  It 
took  us  six  months  to  complete  our  investigations — the  data  we  gathered 
will  be  issued  at  once  in  the  form  of  loose  leaf  sections,  punched  for 
a  standard  ring  binder.  No  sales  executive  can  afford  to  be  without 
this  data— remember  that  successful  sales  management  is  eight-tenths 
organization. 

Special  Subscription  Offer 
$6.00  on  30  Days'  Free  Approval  (with  binder) 

The  survey  is  issued  in  ten  separate  sections,  a  new  section  being 
mailed  to  each  subscriber  about  every  two  weeks,  or  as  fast  as  data 
can  be  assembled.  There  are  from  24  to  32  pages  to  the  section,  includ- 
ing "Suggestion  Sheets,"  blue  prints  showing  organization  of  most  of 
the  large  sales  organizations,  special  tabulations,  etc.  The  various 
sections  are  indexed  by  means  of  a  set  of  tabbed  index  pages  which  is 
included  with  a  handsome  flexible  leather  ring  binder  lettered  in  gold. 
The  size  of  the  binder  is  6  x  9  inches.  The  six  dollar  price  includes 
everything — there  are  no  extras  whatever. 

The  Dartnell  Corporation 

Publishers  to  Sales  Managers 

223  W.  JACKSON  BLVD.  CHICAGO 
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